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WSU Coomlsoloa on the Status of ^Icfoen Report; 
FACULTY VOltm 



Introduction 

One of the functions Identified for the V7SU Cotaolsslon on the Status 
of Honen when It was appointed by President Glenn Terrell In April, 1971 vas 
to examine the status of women at the university and to make poll^ recom- 
mendations for change where change seemed to be Indicated* The report herein 
contained presents findings and rccotsmendations regarding the status of women 
faculQr. Future reports will deal with staff women and with women students. 
Data for this report were obtained from anonymous conputsr runs of salaries 
by department » rank, and terminal degree and from file Information furnished 
by the President's Office for faculty on appointment as of December, 1971. 

Documents consulted were the WSU Committee Manual, 1971'-72 for infonia* 
tion regarding female representation on university conmittees, the Graduate 
Study Bulletin^ 1971-'1972. 1973-1974> Washington State University, for the 
analysis of membership on the Graduate Faculty » and a ^meographed list 
entitled ^'Washington State Uxiiverslty Senate Roster-*»Faculty«" 

The Commission strongly urges that the administration take seriously 
its responsibility to develop an affirmative action plan and hopes that the 
findings and reconciendations contained in this report will be useful in tiie 
development and Implementation of such a plan for women faculty at WSU* 



I. Distribution of Women Faculty 

Distribution of women faculty at WSU was examined by (A) Appointment 
classification (permanent and temporary, full-time and part-time), (B) Pro- 
fessional category (teaching, extension, library, research), (C) Representation 
in departments and colleges, (D) Representation at various ranks, and (E) Repre- 
sentation in administrative positions* 

Data for parts (C) and (D) above were analyzed further when only non- 
channeled female positions were considered* In our society, wmen tend 
to be directed toward, or "channeled'' into certain limited fields and 
excluded or discouraged from entering or pursuing a much larger number of 
fields* Professions open to women at the university level tjrplcally are 
concentrated in fields such as home economics, women's physical edueation» 
librarianshlp, and nursing* Men usually are not represented in theae areas t 
or arm represented only In small numbers^ because of self-exclusion f ram what 
are considered fanale (hence low status) occupations* On the other hand^ 
professions occupied largely or entirely by men are so occupied not as a 
result of male Mianaeling^** but as a result of the value and prestige 
attached to then* These valued and prestigious prof essiona are., the same 



ones from which women tend to be systematically excluded. Thu8» the measure 
of a university's or a society's commitment to women as professional persons 
ls» to a high degree » the extent to which womr^n are represented in (l.e.> per- 
mitted to enter) ^'nonchanneled** fields. 



A. Distribution by Appointment Classification 

Table 1 summarizes the distribution of female and male faculty according 
to appointment classification of permanent full-»tlme» permanent part-time » 
teaq[>orary full«*tlme» and temporary part-^time. Figures include only those 
faculty with academic » research » extension » and library appointments. Ex«* 
eluded are faculty holding positions in areas such as student services » 
general administration^ and Spokane Center Nursing Education. 



lABLE 1 

Number and Percent of Faculty by Sex and 
Appointment Classification 
(for Academic » Extension » Research^ Library) 



Appolntoent Classification 


Number 


Percent 




Female 


Male 


Female 


Male 


Pexoanent FUll-tlme 


156 


956 


14.03 


85.97 


Permanent Part-time 


13 


6 


68.42 


31.58 


Temporary Full-time 


9 


67 


11.84 


88.15 


Ten^orary Part-time 


7 


10 


41.18 


58.82 


Total 


185 


1039 






Grand Total 


1224 


15.11 


84.85 



The largest single professional category and the one in which the 
largest nianber of women appear is the acadeedLc faculty. Table 2 shows the 
s number and percent of women and men (Including deans and department chair- 

persons) by appointment classification for this category. Figures do not 
include parsons holding the title of lecturer. 
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TABLE 2 



Number and Percent of Academic Faculty by 
Sex and Appointment Classification 



Appointment 
Classification 


Number 


Percent 


Female 


Male 


Female 


Male 


Permanent Full-time 


77 


696 


9.96 


90.04 


Permanent Part-time 


5 


6 


45.43 


54.55 


Temporary Full-time 


5 


39 


11.40 


88.60 


Tes^rary Part-time 


6 


9 


40.00 


60.00 


Total 


93 


750 






Grand Total 


843 


11.03 


88.97 



Table 2 shows that academic faculty women are outnumbered by men In 
all appointment classifications. Women comprise less than 10% (9.96%) of 
the permanent full-* time faculty. When permanent full-*time and permanent 
p&rt-time appointments are considered together » women comprise only 10.46% 
of the total. When all appointment classifications are considered together » 
women are represented on the academic faculty at a level of Just over 11%. 



B. Distribution by Professional Category 

A university can demonstrate a conmltment to equality of opportunity 
for qualified women in academe by appointing them to permanent faculty 
positions 9 full-*tlme and part«*tlne. Table 3 summarises the distribution 
of permanent full and part*-time faculty by professional category: academic » 
research » extension » and library. 

Women constitute only 1% of the permanent research faculty and 
approximately 10% of the permanent teaching faculty. Although women 
ceiBprise 30% of the extension faculty » virtually all of their positions 
are in some area of the channeled field of home economics. Similarly, 
the hi^ percentage of female library faculty (52%) would be expected 
since llbrarianship is also a channeled field for women. 



TABLE 3 



Number and Percent of Faculty by Sex In Profeselooal Categories 
(Permanent Full**tlQe and Part**tioe) 



Professional 
Category 


NuQber 


Percent 


Female 


Male 


Female 


Hale 


Academic (teaching) 


82 


702 


10.A6 


89. 5A 


Research 


1 


92 


1.08 


98.54 


Extension 


63 


1A6 


30. lA 


69.86 


Library 


24 


22 


52.17 


47.83 


Total 


170 


962 


W — — M 




Grand Total 


1132 


15.01 


84.98 



C* Representation In Departments and Colleges or Divlelons 

Data on the distribution of faculty voiBen» permanent full and part-time 
by department » are displayed in Table 4* Table 5 shoirs departments without 
permanent female faculty. 

The column In both tables headed "Percent Female Doctorates Nationally" 
refers to the percent of voment nationally^ who received doctorates in the 

field in 1967-68.^ In Tables A and 5» the broken line ( ) indicates that 

information for the given field was not available* or no women doctorates 
were reported for that year. 

Of the 51 departments for which data were analysed » women hold permanent 
faculty appointments in 22 (43.14%) of them. When the female channeled depart* 
ments of Foods and Nutrition* Child and Family Studies* Clothing and Interior 
Design* and Physical Education for Women are omitted*^ women on permanent 
appointment account for 11.99Z of the permanent faculty in departments In 
which women are represented. Percentages of women in these departments rei^e 
from 66.67X (Office Administration) to 4.55% (Sociology). 



^Hooper* Mary E. and Chandler* Harjorle 0. Earned Deereea Conferred : 
1967*68 Part A * Summary Data . Washington: U.S. Department of Health* 
Education and Welfare* Office of Education* National Center for Educational 
Statistics* May 1969. 
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In order to make equitable comparisons* Physical Education for Men is 
also omitted. 



TABLE 4 

Departments with Female Faculty on Permanent Appointment 



Department 


Number 


Total 


Percent 
Female 


Percent Female 
Doctorates 
Nationally 




Female 


Male 




Foods » Nutrition 


11 


0 


11 


100 


78.6 


Child & Family Studies 


8 


I 


9 


88.88 


46.4 


Clothings Interior Design 


5 


2 


7 


71.43 




Office Administration 


4 


2 


6 


66.67 




^Physical Education 


14 


21 


35 


40.00 




Food Science Technology 


2 


5 


7 


28.57 


5.0 


Fbrelgn Languages 


6 


17 


23 


26.09 


28.9 


Education 


9** 


36 


45 


20.00 


20.3 


Psychology 


A 
H 


20 


24 


16.67 


22.5 


Bacteriology 


1 


fl 

O 


9 


11.11 


17.0 


English 


4 


33 


37 


10.81 


27.4 


Music 


2 


18 


20 


10.00 


14.5 


Mathematics 


2 


24 


26 


7.69 


6.0 


Political Science 


1 


13 


14 


7.14 


11.4 


Business Administration 


2 


27 


29 


6.90 




Anthropology 


1 


15 


16 


6.25 


23.9 


Speech 


1 


IS 


16 


6.25 


18.5 


Veterinary Clinical 
Medicine 


1 


15 


16 


6.25 




Electrical Enginaering 


1 


16 


17 


5.88 




Animal Science 


1 


16 


17 


5.88 


.78 


History 


1 


21 


22 


4.76 


13.0 


Sociology 


1 


22 


23 


4.55 


18.5 



^Includes Department of Physical Education for Women and Department of 
Physical Education for Men. . 

**Includes three women in the channeled field of Home Economics Educations 



ERIC 



5 



TABLE 5 

Departments Without Peuale Faculty on Pcraanent Appointaent 



Departaent 


Dissber 
Poxn* 
Paculty 


f ^ 

Percent 

Doctorates 
Nfitlooally 


Departnent 


Nvi«>ar 

• OKNle 

Paculty 


Parcant 
caMixa 
Doctorataa 
MatioMUy 


Chtoistry 


28 


8o0 


CoDputer Science 


10 






24 


ft 0 




in 

AU 


9 a 

4e9 


■■0O p%mwwAW> 




*eO 


VC-b • flXPSvOlOXOgy 


Q 




fiiiA^ VIA Aip4fi* 


AO 




Age GDgUwOmig 


7 






1ft 

AO 


9 Ik 


I2aa1 jkA«e 

vooiogy 


7 


2ea 




17 




Phlloaobhif 


7 


9.1 


ArdiltectuM 


16 




Plant Pathology 


7 


4.2 


Mtdmnlcal 
BnglnMriot 


16 


.25 


Vat. Anatomy 


«« 

/ 




Zoology 


16 


14.9 


EatcMlogy 


6 


7.6 


nao Arts 


14 


• 25.0 


Vote Phyalology 


6 




CoaaunlcatloM 


13 


15.6 


Cha^cal 

EngiMaring 


5 




PotMtry 


13 




Hatallurgy 


5 






12 


9.7 


Police Scianca 


5 




Pharmaqr 


11 


10.2 


Gonatica 


3 


17.3 


Voto Pathology 


11 











*A fanala vho holds part of her appointment in this dapartoant appears in TAla 4 
in Buaineaa Adniniatration. 



Tabla 6 amarisas by College or Division the nuober of departnanto and per-* 
cent of d^artvents within the college or division which have no feaale faculty 
on paraanent appointaent • 



TABLE 6 



■in^r md P«reMt of Iteparttatats Ultbln CollegM or DiirlsloM 
Without FomIo Faculty on PenuMat AppolntM&t 



College or Division 


NuBbcr 


Mu^r 


Percent 




Department* 


Without 



ivoiira 


Without 
UoMn 


Horn Kconoolcs 


3 


0 


0 


kBdueetion 


1 


0 


0 


Social 8ci«ne«a 


6 


1 


16.67 


■ttsiiiMS Adalnlstration 


3 


1 


33.33 


HuunltlM 


7 


3 


42.86 


Biolour and Physlca 


9 


7 


77.76 


Vteorioaiy itedlclM 


5 


4 


80.00 


Atrieulturo 


9 


7 


83.33 


BDtlnMXlag 


6 


S 


83.33 




1 


1 


WW 



*OtpartM0ts of Phyoicol Bducotioo for Wota tnd Phyoicol Bdueatloo f^r 
Hta are oodLttod. 



9. lODrooo nutioo of Wotn Within ^7^^^"* ^ ukm 

Tablo 7 diopljgrs cosporatliro data on mala and fasala faculty vithin 
acadaoic ranka. 



TABLE 7 

Conpariaon of Pataala and Kala Pamanant FUll^tlM Faculty by Rank 

(Acadaoic) 



lank 


Sex 


Mua«>er 


Percent 

By Sex 


Percent Total 
iiTacttlty by Hank 


Percent Totel PaculQr 
PesMle and Male 


Professor 


P 


10 




3.99 


1.29 


N 


241 




96.01 


31.1ft 


Associate 


P 


27 


35.07 




3.49 .. 




M 


206 


29.W 


H.41 


26.ft9 


Assistant 


P 


35 


45.45 


12.M 


.4t» 


Professor 


M 


m 




. &7.a2 , 


31.U 


bstmctor 


P 










M 


« 


1.14 


M.S4 


i.03 . 


Total 


P 


77 








M 


696 






M.04 
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Less than 13% of all female academic faculty (permanent full-time) hold 
the rank of full professor while almost 35% of all male academic faculty 
(permanent full-* time) occupy the highest academic rank. Women comprise less 
than A% of the total number of full professors. To make another comparison^ 
male full professors comprise 31% » or almost 1/3 of the total full*-time 
permanent academic faculty and female full professors comprise only 1%. 



The largest proportion of women faculty are at the assistant professor 
level (45.4%) while male faculty are evenly distributed (34.6%) at full 
professor and assistant professor ranks. At associate professor levels the 
higher percent of total women compared with percent of total men (35% com-* 
pared with 29.6%) reflects the lower promotion rates for women (see Section II) 
as well as lower rank at initial appointment for women. 

Comparisons were made to determine female representation at given ranks 
when those women who occiq>y positions which typically nrc not filled by 
men (positions into which women are channeled and from which men exclude 
themselves) are omitted. Table 8 presents comparisons within ranks by sex 
when channeled women (Home Economics » Home Economics Education » and Women *8 
Phjrsical Education) are omitted from the data. 



TABLE 8 

Comparison of Nonchanneled Fesiale and 
Male Permanent Full-Time Faculty by Rank (Academic)* 



Rank 


Sex 


Number 


Percent Total 
Faculty by Sex 


Percent Total 
Faculty by Rank 


Percent Total 
Nonchanneled 
Faculty 
Female and Kale 


Professor 


F 


5 


13.51 


2.07 


.70 


M 


237 


35.11 


97.93 


33.29 


Associate 


F 


12 


32.43 


5.58 


1.69 


Professor 


M 


203 


30.07 


94.42 


28.51 


Assistant 


F 


18 


A8.65 


7.26 


2.53 


Professor 


M 


230 


3A.07 


92.74 


32.30 


Instructor 


F 


2 


5.AI 


28.57 


.28 


M 


5 


.74 


71.43 


.70 


Total 


F 


37 






5.20 


U 


675 






94.80 



*In order to make an equitable comparison » Physical Education for Men is 
omitted from the total faculty figure. 
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When cooparisons are made between nonchanneled women and male pernument 
full-time academic faculty » it is apparent that women occupy a still smaller 
proportion of positions at each rank. Nonchanneled women comprise Just over - 
2% of the full professor » 5.6% of associate professor rank^ and 7% of assistant 
professor rank. When the total nunber of x^omcn in fields other than those into 
which women are directed and which r:en tend not to select is considered » women 
coiq>rise only 5.2% of the total pemancnt acadenic faculty. 



£• Representation in Administrative Fositions 

.Of eight academic deans, one (12.3>0 is female. Cf a total of S3 depart*- 
ment chairpersons ^ four (7.54%) are female. All five women occupying adoinis-* 
trative academic positions are In channeled fields. 



II • Promotion Rates 

Data regarding comparative promotion rates for female and male academic 
faculty were analyzed by average number of years in rank before promotion and 
by nuod>er of years at present raxik. 



A. Average Number of Years, in Rank Before Promotion 

Table 9 shows average number of years In rank by terminal degree and sex 
for all persons who had occupied and had been promoted out of the ranks of 
instructor t assistant professor , and associate professor. 

t:^le 9 



Average Number of Years in Rank Before Promotion 
(Permanent Full-time Academic Faculty) 



Desree | 


Sex 


iNianber 


Average Number of Years in Rank 


Instructor Rank 


Doctorate 


F 


7 


3.29 


M 


13/ 


2.87 


Master's 


F 


21 


5.38 


M 


46 


4.04 


Bachelor's 


F 


2 


18.0 


M 


2 


4.5 


Assistant Professor 


Doctorate 


F 


15 


7.13 


M 


273 


4.56 


Master's 


F 


12 


8.98 


M 


49 


6.20 


Bachelor's 


P 






K 


3 


9.33 


Associate Professor 


Doctorate 


F 


4 


6.00 


M 


172 


5.89 


Master's 


F 


I 


7.00 


M 


25 


6.96 


Bachelor's 


F 




— — — — 


M 


3 


7.33 



9 



At all ranks and at all terminal degree levels, the promotion rate for 
female faculty is slower than for male faculty* The explanation that 
differences in terminal degrees account for slower promotion rates for 
women at given ranks does not hold. While a higher percent of male academic 
faculty hold the doctorate (66.67% coiq>ared with 45.45% of women), a much 
hi^er percent of males with the doctor's degree occupy the full professor 
rank (45.88% compared with 25% of female doctorates). 



B. Number of Years at Present Rank 

Table 10 shows by five-year Intervals the percent of male and female 
faculty in the category at the present ranks of assistant and associate 
professor. 



TABIS 10 

Percent of Male and Female Academic Faculty in Present Rank by Years 



Years in Rank I Percent of Females i Percent of Males 
Assistant Professor With Doctorate 



0-5 




60.00 




97.13 


6-10 




40.00 




2.30 


11- 








.57 


Asslatant Professor With Master's 


0- 5 




86.36 




87.30 


6-10 




13.64 




11.11 


11-15 










16- 








1.59 


Asso 


date Professor With Doctorate 


0- 5 




62.50 




83.81 


6-10 




25.00 




13.87 


11-16 




6.25 




1.16 


16- 




6.25 




1.16 


Assoclate Professor With Master's 


0- 5 




27.27 




40.62 


6-10 




36.36 




40.62 


11-16 




36.36 




12.50 


16- 








6.25 



For both ranks and at both terminal degree levels, a higher percent of 
men than women occupy the lower (0«*5 years) interval. This is especially 
marked at the doctoral level where female assistant and associate professors 
are represented at the levels of 60% and 62.5% respectively, compared with 97.13% 
and 87.30% for men. At all other intervals except one, the percent for women 
is greater than for men, indicating that a higher proportion of women have 
been at their present rank for a longer period of time. Particularly striking 
is the 6-10 year Interval for assistant professors with the doctorate where 
40% of females appear compared with 2.3% of males. 
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III. Salary Comparisons 



All salary figures herein reported are for an academic year. Scilary 
comparisons were pad«i for full-tiue permanent faculty as follows: (A) Academic 
(Teaching) 9 (B) Library > and (C) Extension. No salary analysis was made for 
Research Faculty because no fciuale appeared in that category on the coc4>uter 
printout* Academic Faculty salaries were analyzed further according to rank 
and teminal degree for (1) total faculty » (2) college or division, and 
(3) department. College, division, and departcental comparisons were made 
only for those in which both female and male faculty appeared on the computer 
printout. 

Salary figures include professorial salary (total salary ininua increment 
for administrative duties) only for department chairpersons on academic appoint- 
ment. Chairpersons on annual appointment are excluded because at the time the 
computer run was made, professorial salaries for such persons were not available. 
Deans* salaries do not appear in these figures. 

Annual salaries were combined with academic salaries using the standard 
.8181 conversion figure. This was felt to be appropriate although the university 
uses the higher figure of .8625 in converting individual salaries. It should 
be noted that the effect of excluding professorial salaries of department chair-* 
persons on annual appointment (all of whom are male) plus the use of the lower 
conversion figure for regular annual appointments (most of whom are male) is 
to present a conservative picture of average male salaries. Thus, in numerous 
instances, reported discrepancies between female and male salaries are actually 
greater in favor of men than is indicated. 

In Tables 11-*15 which follow, differentials in mean salary between females 
and males at comparable ranks and terminal degrees are reported in the last 
column with a plus (*f) Indicating a higher mean for women and a minus (-) 
indicating a lower mean for women. No individual salaries are reported. When 
only one person appears in a category, an asterisk (*) replaces the mean salary 
figure for both sexes* When only two individuals are employed in a category, 
the @ symbol appears in the range columtt for the two persons. 



A* Sularv Couparlbons for Academic Faculty 

1. Salary comparisons for total faculty 

Table 11 displays salary conparisons by rank and terminal degree 
for full--time permanent faculty as listed on the conputer printout. 



ERLC 
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TABLE 11 

Salary Comparison by Rank for Pemanent Full-tiiae Acadenlc Faculty 



Female 


i Male 


Diffcr- 
eccial 




No. 


Mean 
Salary 


Range 


Avg. 
YrQ. 

:.'SU - 

h 


Wo. 


Mean 
Salary 


Range 


Avg. 
Yrs. 

V,SV 










i'-aii 


i'x<A<.'.ii 


sot 










Doctorate 
Ha8ter*8 
Bachelor *s 


8 
1 
0 


16207 


15053-17411 


il.9 
24.0 

f 


19G 
23 
3 


17667 
* 

15425 


12272-26725 
11A85-20450 
13905-16827 


15.9 
22.3 
20.3 


: -1460 
; -1603 

i 


Associate Professor 


Doctorate 
Master*8 
Bachelor *s 


15 
12 
0 


13122 
12711 


12051-15056 
11675-1AA45 


12.0 
20.2 


174 
32 
1 


131A2 

12969 
* 


9A08-19634 
10661-15375 


7.6 
13.3 
24.0 


-20 
-258 


Assistant Professor 


Doctorate 
Master*s 
Bachelor* 8 


10 
20 
4 


11110 
103A6 
10657 


10000-12850 
9198-11960 
10176-11053 


4. A 
5.7 
9.7 


156 
79 
2 


12010 
10518 
12000 


9500-15748 
7725-13600 

Q 


3.0 
3.8 
2.3 


-900 
-172 
-1343 


Instructor 


Doctorate 
Master *s 
Bachelor's 


0 
4 
1 


9059 
* 


8262-9500 


4.5 
1.0 


2 
A 
0 


10000 
9366 


@ 

7935-11125 


1.0 
1.2 


-307 

















Of the eight rank comparisons of mean salaries involving both sexes and con- 
trolled for terminal degree, all differences between means ' ^t^^ in favor of men. 
Salaries of women within a category range from $20 to $1603 P^^ y^^r less than 
those of males. For every comparison except one, the average nuc^er of years at 
WSD \is greater for women than for men. 
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2. Salary Comparisons Within Colleg-o or Divisions 

Salary coc-parisons for fenales and males by rank and terminal degree are 
displayed in Table 12. 



TABLE 12 

Salary Conparisons Within Colleges or Division 
(Perninnent Full-tiue Academic Faculty) 



College or I 
Division 


Female 


Male 


Differ- 
ential 




I^o. 


Mean 
Salary 


Range 


Avj^ . 
Yrs. 

USU 


Wo. 


Mean 
Salary 


Range 


Avg. 
Yrs. 

WSU 





Professor With Doctorate 



Agriculture 


1 


it 




17.0 


32 




12272-22580 


•15.3 


1 

-165 


Biologic: 1 




















Sciences 


1 


it 




27.0 


18 




15135-22600 


19.9 


-3620 


Econodics & 




















Business 


1 


it 




13.0 


17 




14700-26725 


18.4 


-4047 


Education 


2 


17026 


@ 


5.5 


15 


16750 


14040-21810 


12.9 


+276 


Social 




















Sciences 


2 


16600 


@ 


9.5 


29 


18666 


14111-26000 


14.9 


-2066 



Professor With Master's 






Huntanlties 


1 ! * 
1 


I 24.0 


1 


* 


11485-19158 


19.7 


1 -1081 




Associate Professor 


Uith 


Doctorate 







Education 


6 


12908 


12051-n600 


16.0 


1 

11 


13079 


12200-15180 


7.6 


-171 


Home Eco- • 




















nomlcs 


5 




12272-15056 


8.0 


1 


* 




5.0 


+486 


Humanities 


1 






15.0 


25 




11330-16000 


7.7 


+921 


Social 




















Sciences 


3 


12900 


12700-13100 


12.7 


21 


13490 


12103-15550 


5.1 


-590 



Associate Profesi^or With Master^s 



Economics & 




















Business 


2 


12050 


@ 


21.5 


3 


12636 


11433-13875 


15.7 


-586 


Education 


2 


it 


@ 


22.0 


1 






14.0 


-25 


Hucianltles 


2 

1 


12688 


@ 


21.5 


1 ^ 


12488 


10661-14500 


9.8 


+200 

1 
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TABLE 12 » Continued 



College or 
Division 


Female 


Male 


^Differ- 
ientlal 




No. 


Mean 
Salary 


Range 


Avg. 
Yrs. 

WSU 


No. 


Mean 
Salrry 


Range 


Avg. 
Yrs. 
WSU 


1 — 

1 

i 

1 . 



Assistant Professor Uith Doctorate 



Physical 


















■ t 


■ 


ScienceiB 


1 


* 




3.0 


31 


it 


10800- 


-13800 


3.1 


-795 


Education 


3 


10909 


10326-11400 


2.0 


12 


11306 


11200- 


-12480 


2.7 


-597 


Engineering 


1 


* 




5.0 


13 


* 


11249-14000 


3.0 


+374 


Hmoanities 


3 


10733 


10000-11400 


4.3 


25 


10764 


9500-13000 


3.6 


-31 


Social 






















Sciences 


1 


* 




10.0 


32 


* 


10400-14201 


2.9 


+801 


Assistant Professor With Mcster^s 


Economics & 






















Business 


2 


10288 


@ 


6.0 


5 


12065 


10500-13600 


1.6 


-1777 


Education 


8 


10575 


9579-11960 


5.2 


11 


11362 


10226-15544 


7.2 


-787 


Humanities 




10242 


9600-10625 


5.3 


22 


10824 


7725-13500 


2.8 


-582 


Social 1 


: 




















Scienc08 




* 




0.0 


11 


* 


10400-12900 


1.8 


+423 








Instructor With Has 


ter's 










Agriculture 


1 


* 




4.0 




* 






3.0 


+327 


Education 


1 


* 




3.0 






8590-11126 


1.0 


-369 



Of tne 24 aean sali^ry comparisons, '^b.// (it) are in favor of iren. It migut 
be speculated that this salary advantage is a function of longer years of s^r* 
flee for men. This is not the case, however, since in 11 (68.8%) of those couk 
parisons, the average number of years at WSU is greater for women. On the other 
hand, in the eight comparisons favoring woiuen, longer years in service do, indeed, 
seem to play a role, since the average number of years at WSU is greater for tbem 
In 75Z of the cases. Thus, it appears that if t.*^r^ i., a Mlary advaiitaa^ for 
wou*tifi, it is tiuci to length cf tine in service.^ 

The range of the mean salary differential when fetoales JLag behlDd but have 
be^ at WSU ^rmter thai* oales i« $2'> - $3620. 
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3* Salary Comparisons Within Departments 



IWenty^eight departments were shown in which female and male permanent 
full«^tlme faculty were employed • Table 13 presents comparisons between mean 
nalarles by sex when controlled for rank and terminal degree. 



TABLE 13 

Salary Comparxsoos Within Departments for Permanent Full-time Academic Faculty 



Department 


Female 


1 

Male 


'Differ- 
'entlal 




No. 


Mean 
Salary 


■ 

Range 


Avg. 
Yrs. 

WSU 


No. 


Mean 
Salary 


Range 


Avg. 
Yrs. 
WSU 


1 


Professor With Doctorate 




Bacteriology 
6 Public 
Health 
Bualneaa Ad*- 
ministra- 
tion 
Education 
Food Science 
& Tech- 
nology 
Psychology 
Physical Edu- 
cation 


1 

1 
1 

1 

2 

1 1 


it 
* 

16600 


@ 


27.0 

13.0 
2.0 

15.0 
9.5 

9.0 


3 

7 
12 

1 
10 

3 


* 
* 

* 

17576 

it 


15825-2U50 

14850-23800 
14040-21810 

14111-24750 
14678-18450 


17.0 

20.2 
12.8 

16.0 
13.2 

12.7 


-2875 

-3468 
-112 

+327 
-976 

+668 








Professor VJlth faster 










English 








23.0 




1 * 




24.0 


-850 



Associate Professor With Doctorate 



Business Ad- 


1 


















mlnls trac- 




















tion 


|i 


* 




3.0 


8 


* 


10963-16561 


8.2 


+74 


Child & Fam- 1 




















lly Studies 


2 


* 


@ 


4.5 


1 


* 




5.0 


+425 


Education 


2 


12475 


@ 


15.0 


9 


12M0 


12200-15180 


8.0 


-465 


F&telgn Lan<- 




















guagea 


1 


* 




15.0 


7 


* 


11845-15700 


8.1 


+1179 


political 




















Science 


1 


* 




10.0 


4 


* 


12360-1400Q 


6.0 


-340 


Psychology 


1 


* 


!24.0 


2 


* 


@ 




-297 


physical Edu- 




















cation 


4 


13125 


12051-13600 


16.5 


2 


13705 


@ 


6.0 


-580 


Sociology 


|1 


* 




4.0 


4 


* 


13081-15550 


5.3 


[-1866 
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TABLE 13, Continued 



Department 


» 
j 




! 










1 

}iffer- 
sntial 


- 


No. Mean 
j Salary 


Range 


Avg. 
Yrs. 


Ho. 


Mean 
Salary 


Range 


Avg. 
Yrs. 

wsu 





Associate Professor With Master's 



Music 




* 




19.0 


1 ■■ 

1 ' 




* 




18.0 


1 

-563 

1 


Assistant Professor With DoctG 


•rate 






Education 

Electrical En- 
gineering 

English 

Foreign Lan- 
guages 

History 

Mathematics 

Physical Edu- 
cation 


1 
1 

2 

1 
1 
1 

2 


* 
* 

10700 

* 
* 
* 

10663 


@ 
@ 


3.0 

5.0 
3.5 

6.0 
10.0 
3.0 

1.0 


9 

11 

3 
6 
10 

3 


IQ 
11 


* 
* 

136 

* 
* 
* 

383 


11200-12480 

112A9-1A000 
9500-10750 

10600-11550 
lOAOO-11100 
10500-12900 

11300-11500 


2.6 

A. 3 
3.6 

5.3 
2.8 
2.5 

A. 7 


-1A6 

+49A 
+56A 

-250 
+1250 
-6A5 

-720 


Assistant Professor Hith tiaste 


r's 




Clothing & 
Textiles, 
Interior 
Design 

Education 

English 


2 
A 
1 


10A38 
10870 
* 


10200-11960 


9.0 
5.0 
3.0 


2 
3 
3 


10 
10 


AOO 

775 
* 


@ 

10226-11100 
10000-11000 


3.0 
1.0 
1.3 


+38 

+93 

j -750 








Instructor VJith Master 


•s 








Animal Sci- 
ences 


1 


* 




A.O 


1 




* 




3.0 


+327 



Of 28 mean salary con^iarisons , 60.7% (17) are in favor of men. In 58.8% 
of the comparisons favoring men, however, the average number of years at WSU 
for women is greater. Of the 11 coiq>arisons where mean salaries favor women, 
woioen have been at WSU longer, on the average, in 53.6% of the cases. Mean 
salary differences when women lag behind men but have been at WSU longer 
range from $lA6«-$2875. 
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B. Salary Comparisons for Library Faculty 



Table 14 displays a sunanary of Library faculty salary data by sex and rank. 
Librarian 4, 3, 2, and 1 compare with academic ranks of full, associate » assistant 
professor and Instructor. Administrators are excluded from the figures. Categories 
Include only those in which both males and females are eiq>loyed. 



TABLE 14 

Salary Comparisons for Library Faculty by Sex and Rank 
(Includes Audio* Visual) 



Rank 


i 

Female 


Male 


Differ- 
ential 




No. 

1 


Mean 
Salary 


Range 


Avg. 
Yrs. 

wsu 


No. 


Mean 
Salary 


Range 


Avg. 
Yrs. 

WSU 




4 
3 
2 
1 


1 

2 
5 
5 


* 

9531 
7267 
6741 


@ 

6741-7752 
6627-7281 


12.0 
7.0 
4.6 
1.4 


3 
3 
6 
3 


* 

10772 
8009 
6899 


12435-12844 
9245-12026 
6741- 8590 
6790- 6954 


10.7 
12.0 
1.3 
1.5 


-3018 
-1241 
-742 
-158 



Average salary differentials arje in favor of men in all categories. Average 
number of years at WSU is greater for women for Librarians 4 and 2 and virtually 
equal for Librarian 1. Differentials in favor of men ^ere women show^on 
the average^ longer years at WSU range from $158 - $3018. 



C. Salary Comparisons for Extension Faculty 

Salary cocq;>arisons for extension faculty by sex with rank and terminal 
degree controlled are presented in Tabic 15. Ranks designated as E-4, 
EnZ^ and E->1 are comparable to full professor^ associate professor » assistant 
professor^ and Instructor. 

Although the salary differential is in favor of nales In six out of seven 
comparisons (85. 7%) » it must be noted that the average number of years at WSU 
Is greater for males. In the E-2 category, however » the difference in average 
number of years at WSU is very small although the salary differentials in favor 
of males at both terminal degree levels are substantial. It. four out of six 
comparisons of the salary range, the lowest salary within the category is 
higher for males than Is the comparable lowest salary figure for females. 
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TABLE 15 

Salary Comparisons for Extension Faculty 



Degree j 


1 Fetiidle 


Hale 


! Dlffer- 
1 ential 




No. 

i 


Mean 
Salary 


Range 


Avg. 
Yrs. 

usu 


Ko. 


llean 
Salary 


Range 


Avg. 
Yrs. 

HSU 






Doctorate 1 1 | * 




3.0 


8 


* j 12861-15953 


U.9 


+1859 


E-3 


Hafiter*8 
Bachelor's 


12 
4 


11049 
10922 


9654-127621 1 
9654-12190 J 


30 
10 


12294 
11527 


9817-15135*^ 
9817-15135r 


14. i 


-1245 

-605 


E- 


-2 


Master's 
Bachelor's 


9 
12 


8763 
9285 


7363-11044" 
8017-10881 


' 9.5 


22 
27 


9410 
10090 


7445-11862} 
7363-12272; 


10.1 


-647 
-805 




Haster's 
Bachelor's 


1 ' 

20 


7172 
6839 


6954- 728l"l , . 
6218- 8590 4 


4 

5 


7833 
8197 


6954- 89181 
7445- 8917? 


14.3 


-711 
-13S8 



IV. Participation of VJomen Faculty in Positions 
of Influence 

The influence which a person or group is able to exert on its own behalf 
or on behalf of others is often a function of the extent to which the person 
or group has access to individuals who make up the power structure. Section IV 
seeks to detenine the degree to which voDen have access to the power structure 
by examining their participation in three inportant university bodies: the 
Graduate Faculty^ University Committees, and the University Senate. 



A. Graduate Faculty 

In some d^artments, favorable tenure consideration^ as well as promotion 
and salary Increases » are closely tied to election to the Graduate Faculty. 
Graduate Faculty CiCnbers are more likely to have the assistance of graduate 
students in their research projects^ thus enhancing opportunities for pub* 
llshed research leading to faster promotion rates and salary increases* Table 
16 presents the nm&ber and percent of men and women on the Graduate Faculty 
and the percent of total faculty by sex on the Graduate Faculty. 




TABLE 16 

Representation on the Graduate Faculty by Sex 



Sex 



Nunbcr j Percent Total | 
i Grad. Faculty 



Percent Total 
F/M Faculty 



Feuiale 
Male 



22 I 3.79 
558* i 96.21 



12.89 
58.00 



^Excluding i^einbers of the Central Administration. 



Of a total of 580 ciecbers of the Graduate Faculty, 22 (3.79%) are moeo 
and 558 (96.21%) are inen. Of the total number of fcoale faculty (permnent 
full and part-* tine), 12.89% are on the Graduate Faculty compared vltlt 58.00% 
for oen. The explanation that a smaller proportion of female than male faculty 
hold the doctorate (66.677! cocpared with 45 .42 for academic faculty) does not 
seem sufficient to explain the small proportion of fetaale Graduate Faculty 
members. Of the men on Graduate Faculty, 6.61% (37) do not hold the doctorate; 
only 4.5% (1) of the women are vittiout the doctoral degree. 



B. University Coaaittees 

Of 47 university standing committees, faculty women are represented on 
59.57% (28) of them* according to the 1971-*72 Committee Manual. There are no 
committees without male faculty representatives. The 30 different faculty 
women on committees include 26 from the teaching faculty, 3 librarians, and 
2 from student services. 

Of the 40 committee positions held by the 30 faculty females, 3 positions 
represent channeled fields and 4 are ex officio. This leaves only 33 positions 
filled by females selected from the pool of faculty women available university* 
wide. Only three coooittees are chaired by female faculty. 

Table 17 displays the names and total membership of the committees without 
faculty women in 1971-72. An examination of the Committee Manuals for 1969-70 
and 1970-71 shows no faculty women represented on the committees for those 
years as well, with the exception of the Curriculum Innovations Comittee 
which was not listed in the 1969-70 manual. 
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TASU 17 

Oalmnitf CoaidcC«M WLthottt rmmim Paeultjr, 1971-72 



CowlttM 


lliaib«r of 


COMlCCM 


Uvi^T of 
MMfcan 


Currieoltai lonovatioM 


3 


Pattat CoMdtCM 


7 


Cattlof SvbcocBictM 




Plaaaiag Counci.^ 


13 


«f SIC 


7 


SubooMdCtM on PIqraieal 






3 


PociUCioo 


« 


iMlCh «id S«f aty 


12 


Policy and Pcojocts CoMdCtoo 




Invited AMmmw 


4 


of tlM SctoUrahif Oovolop- 






3 


mnc Pmd 


7 


Ub Anlmlff 


6 


Kndio-TV 4Maoiy CoMdCUo 


9 


Uknsy Aivisocy 


9 


Txnf f ie Centcoi Board 


II 


mUUiy Uttcatioo 


8 


Vhivanity Pi*Ucationa loard 
lonota Conacil 


7 


Nhmui MalatscratlMi 


8 


7 



H tfAt n of tho VaivMrttjr awara ara alaetad tadMr than appainiad; dMr- 
tlMca wKf b« aoMMhat dif f atant cona t d^ cati ona invol««d in ttm rarfaaancacien 
of HOMO facvlcjr in that bodp. Of tM 75 faaAiy aonatan^ 8 (10.67Z) an 
♦«fiMli. Ihia fitnia larladaa 4 fcos tha flianliii fialda of pH/jlaal.ad^* 
lation for noaMi aad Iiom aeonoaiea. Ona of tha 2 libracjr aanatora ia faaala* 
Vhaa o«itciat tk% Aova eoaaticnonciaa^ fees total aanata faenlty rap raaaatatian, 
■wichtamlad woaan faeolQr rtpraaaac only 4.41X of tlM facalty niafcarrtili on 
cte OUmaitjr Sanate. liaea nnaufcianalad mmm canartrnta 5^ of tha acadaafta" 
facttlty, tba-fomar fitato bo a raflaetion of tha axtant ta ahidtMonan an 
Slvan aarieua cooaidaration by thoaa who olaet parL««a to tha dafioliwi naMng 
bodiaa.of tha naiwani^. 



Za caatidoHnt tha atataa of faculty weaan at VSU* faar aajas..animi..«i!ara 
' analaad: diatributiaa, ntaa of psoaotion, aalariaa, aad participatioa in ' 
poaitiooa of influaaca. Alao aiuaiaad van taaara rnaaldaraflona aad length 
of tiaa ia aarvica for fvll-tiaa taaponiy faealty. A aaaaary of aaia liadiaga 
"for oach araa ia praaaatad balov. tha raceaaHidatieaa nhidi follev rafar to 
apadfic aattara daalt with ia tha body of tho nport aa wall aa to eeaaidantiaaa 
of a aon tM*ral aatan nlatad to- thaaa aattan. 



^Iha aaaator fvoa Phyaical Idacatioa for Mat ia alao coittad ia atdar to 
aquitabla coapariaana. 
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SMMxy 

SUtrtbtttlco 

HoMi canacicac* apptoxlMCcly 15Z of th« Uachiat* rMMSch, libraxy, 
«xt«Mloo (aettlor in c«sper«sy» p«imbmc, f«U a^d part-tiM appolaeataU. 
lids fignt* Is «*1X below MCiottol avorat* of 18-221 for wom» oo oeUats 
aad talvassior faodtiaa. la paxMnaaC full and part-tlM poaicioaa, faaolaa 
eoapriaa it of tba raaaardi faculty. lO.nSX of tha taadilnt faculty, 30Z of 
axtansiott, aad S2X of tha library faculty. Miaa womb la '*chaaadLad'* fialda 
«f« Mitttd, only 5.22 of tiM tMddns faculty ia faaala. 

At tba adaialatrati^ faaalaa coaprlaa 12.51 of tba daaaa mi 

7.51 of tba daMrtaaat cbairpataoaa. All fiir* of tbaao woaaa axa ia cbanaalad 
fiaUa. Woaan ara vidarrapraaaatad at tba aAdaiatratiira laval la all faaitioM» 
iadttdiat aa diractora of a p acial pretraaa. It abould ba aotad, bewa«ar» that 
althouih tbaca ara aa veaaa at tha top adaiaiatratlva laval ia tha library, 

larga pool of aRf^labla noaaa oa ita facttl^ haa baaa t ap pa d ao that tha 
ebiafa of tha thraa aaia diviaioaa (buaaaitiaa, aocial adaaca, aad adaaca) 
ptaaaatly ara fMMiIa. 

Of S3 acadaalc dapartaaata» 432 ooataia ae mmm oa paraaaaat appoiataaat* 
altiMr Cull or part-tiM. Balf of dia oellacaa or diviaioaa arwrtaad hava 
aora tbaa 50X of dMir dapartaaata without faaala paraaaaat faculty. 

Mthia acadaalc faculty raaka, woaaa caapriaa 3.f9Z of tba full prof aacara, 
11.592 of aaaoeiata profataora, aad 12.682 of aaaiataat prefaaaora. taaa tbaa 
oaa -half of all tha paraaaaat acadaalc waaaa ara at tha appar raaka of full 
aad aaaoeiata profaaaar whila alanat two-Airda of tba oaa hold thoaa raaka. 
Uoaaa at tha uppar raaka caapriaa laaa tbaa SZ of tba totf 1 acadaalc faculty, 
liiaa noachaagala*! waaaa ara ceaaidarad» faaalaa caapriaa 2.072 of full pro- 
faasora, 5.St2 of aaaoeiata profaaaara, aad 7. 282 of aaaiataat prefaaaora. 

Mo claar-cttt pattern aaargad refardiag taamra ^ TagaailBg li a gt b af 

tiac in aervica for fuU-tlaa caoporary faculty • 

f roooticp tatea 

fdr paraaaaat acadaaic faculty, proootiea ratae for woaan at all raaka 
are alewar tbaa for aan whaa controlled for terainal «3ettee. lha diacrapancy 
ia particularly aarfced at tba aaaiataat prof eaaor rank where woaan widi 
dautoratea are at raak an avarete of 2.57 yeara longer tbaa aalaa. With the 
aaatar'a degree, weaea are at raak an average of 2.78 yeera longer tiian tiiair 
aala couatarparta. At tba inatnictor rank, there ia aa average diacrepaaqr 
of 13.S yeara between aaa aad woaan at tiM badieler'a level, 2.34 yeera at 
the aaatar'a level, and .42 yeara at tha doctoral level, reaale aaaociaU 
piafaaaara witii tha doctorate lag aa average of .11 yeara bdiiad aaa ia 
proaatioa aad thaae with the aeater'a degree lag .04 yeara bebiad. Uhea 
eualaatiaa waa aada of the average auaher of yeara at praaaat raak for 
aaaiatmt aad aaaoeiata profaaaora, it waa abowa that ia all coapariaoaa 
« except oae, a higher perceat of weaea tbaa aaa are at raak in tha 6-10 yeara 

interval and, where woaan are repreaanted, at the interval of 11 or aora 
yeara. 

I 
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Salary 



Salary comparisons by sex with rank and terminal degree controlled were 
made for academic (teaching) and extension permanent full-time faculty and 
for library faculty with rank controlled* Academic faculty salaries ware 
compared by rank for total faculty as well as by college or division » and by 
department for those in which both sexes were represented* The majority of 
comparisons show a salary discrepancy in favor of men when controlled for 
rank and terminal degree* In comparisons where the discrepancy is in favor 
of men» it was found that women h r/ebeen at WSU more years » on the average » 
in 56 to 75% of coiqiarisons* Factors other than rank» time of service » and 
terminal degree appear to affect salaries for men at USU to a much greater 
extent than women* 



Participation in Positions of Influence 

Women are represented on the Graduate Faculty in the proportion of 
3*79Z* Of the total permanent full and part-time women » 12*892 are on 
Che Graduate Faculty compared with 58% for men* Of 47 university com-* 
nittees» women are represented on 59*59% of them* There are no university 
committees without male representation* Women chair 3 of the committees* 
In the University Senate » 10% of the faculty representatives are female* 
When channeled persons are omitted » the female representation drops to 
4*41%* 



Recommendations 

Distribution 

1* Goals and timetables need to be set for increasing the nunber of faculty 
women* The administration should assume a positive leadership role to 
assure that departments undertake self-study leading to female faculty 
representation consistent with national availability* An approach nl|^t 
be to examine data such asar ^ presented in Tables 4 and 5* Thus a depart-- * 
ment such as Chemistry which currently is shown as employing no penyt-^ 
nent female faculty would set as a goal the recruitment of at least 2 
. (SZof^ female faculty* Slmilarly^.departments such as Economics » Zool* 
.ogy» and Pharmacy would strive for female faculty representation at the lev« 
'* els of 2t 2-3 » and 1» respectively* Departments with females on appotntmant 
should examine their status with respect to additional female faculty 
necessary to reach a similar employment goal* 

2* At the time recommendations for employment are made, information should 
be presented documenting contacts made and responses directed toward the 
intensive and methodical recruitmei.t of faculty women* Channels other 
than the traditional ones should be utilized* Chapters of NOW (National 
Organization for Women) » Women ^s Caucuses » and college and university 
commissions on the status of women have begun to compile files of credentials 
of qualified women* The administration should make Itself aware of such 
sources and make this information available with the expectation that it 
will be utilised by colleges and departments* 
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3. Steps should be taken to Insure that admlalstrators of all employing units 
and oeinbers v:.thin those units are aware that the nepotism rule no longer 
exists and that consideration isust be given to all qualified applicants 

rdless of family relationships. Literature regarding vacancies should 
clearly indicate that WSU does not have a nepotisn rule. 

4. Women should be actively encouraged to pursue advanced training In fields 
in which they are grossly underreprcsented, such as in the sciences and 
in research. One means of encourag^^ment would be for the adninistration 
to provide teaching assistantships earmarked for women graduate students 
with high potential in these fields. 

5. Women should be represented in top adnlnistrative positions (central 
administration » department chairpersons » directors, etc.) in proportion 
to their representation on faculty and staff. 

a. All units on campus should be urged to identify and encourage women 
with administrative potential. As was indicated in the body of this 
report, if women are given greater access to decision-making positions 
(committee membership, etc.), their experience will be enhanced and 
their potential can more readily be documented. 

b. If the university does indeed aspire to be an "Equal Opportunity 
£iiq)loyer'^ as its literature indicates » then it should examine policies 
and practices with regard to providing the administrative experience 
prerequisite to qualification for administrative positions. Con- 
currently, a vigorous educational program should be undertaken to 
modify the traditional attitudes toward sex role and leadership which 
militate against women receiving favorable consideration for admlnis trac- 
tive positions. 

c. Women should be actively recruited for administrative training. FMales 
should be included among the candidates recommended for programs such as • 
the American Council on Education academic administration internship progras. 



Promotion Rates 

1. Promotion rates » practices and procedures « for both men and women should 
be carefully reviewed at the departmental and college levels. There is a 
growing body of research, evidence to indicate that women are treated 
differently with regard to both salary and promotion when factors such 
as degree, experience, and publications are held constant.^ *^ Loeb and 



Henderson, Jean C. 6. "Women as College Teachers.'' Unpublished doctoral 
dissertation. University of Michigan, 1967. 

^Simon, Rita J. and Rosenthal, Evelyn. ''Profile of the Woman Ph.D. in 
Economics, History, and Sociology," American Associat^^on of Itaiversity Womea 
Journal 60, March 1967, pp. 127<»29. 
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Ferber^ used as indices seven types of publications, years of experience , 
and honors received to predict promotion rate* Interaction was found between 
sex and type of publication, but tsost of the advantages of the interaction 
benefited isales. Particularly significant was the fact that technical 
(grant) reports tended to be rewarded for men to a higher degree than 
for woaen. The authors of the study speculate that technical reports are 
evidence of visibility outside the institution and thus are correlated 
with outside offers for icen* Woi&en are less likely to have outside offers 
under the same circumstances because of the general tendency to discriminate 
against wocien in enployment and because of the licpitations on mobility for 
i&arried women. The statement in the current faculty manual (1971), "change 
in rank and salary will not be mada to meet the competitive offer of another 
institution/* (p. 27), should be strictly observed. For reasons stated 
above, women are less likely to have outside offers regardless of their 
qualifications » 

2. Administrators should take positive steps to assure that women are informed 
of the reward system within the unit to which they are attached. This is 
particularly critical because, due to common social contact patterns within 
departments, women tend not to have access to grapevine information that 
may directly or indirectly affect promotability. 

3. At the time that candidates are recommended for promotion, administrators 
should be prepared to review in detail the promotion status of women 
faculty in their departments. Where promotion of males is documented with 
reference to activities related to involvement in funded projects, positions 
of responsibility, etc., information should be presented regarding positive 
steps being taken to insure that women are encouraged to the same degree 

to have equal access to opportunities leading to advancement. 



Salary 

In addition to the numerous survey studies at colleges and universities 
documenting salary differentials between male and female faculty, a number of 
statistically sophisticated reports have shown that when women are equivalent 
to men in terms of all professional variables included In a regression aquation, 
they can still expect to earn ?eS8 than men*^*^ On the basis of juch evidence and 
the results of the study herein reported, the following recommendations are made: 

1. Salary status for women should be carefully reviewed in much the same Banner 
as promotion procedures » 



^Loeb, Jane and Ferber, Marianne. *'Sex as Predictive of Salary and Status 
on a University Faculty." Journal of Educational Measurement , Voluae 8, No. 4, 
Winter 1971, pp. 235-2AA. 

Loeb and Ferber, Ibid . 
3 

Berry, Sara and Ererburg, Mark. '^Earnings of Professional Women at Indiana 
diversity.** Indiana University, Bloomlngton, 1969, 21 pp. ED 043 292* 
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2. 



Administrators should be urged to Identify and correct salary Inequities 
where they exist* 



3. Women should be informed of the nature of the financial reward system 
within their department, 

4. At the time of annual review for salary increases, the salary status of 
each female faculty member should be detailed with the goal of determining 
the steps being tidcen to enable women to participate equitably with men 

in the financial reward system. 

5. Personal considerations such as marital status and professional or financial 
status of the husband should have no bearing on professional opportunities 
afforded to women or on decisions regarding salary and promotion. 

6. Women should not be denied opportunities for professional activities or 
special ^polntments involving travel or absence from home on the basis 
of 8ex» marital status » or family responsibilities. Tliere is a tendency 
for such decisions to be arbitrarily made without consulting the faculty 
woman involved. The imposition of arbitrary judgments based on traditional 
and outmoded social mores ha& the effect of excluding women on the basis 
of matters other than professional qualifications. 



Positions of Influence 

1. Woman with potential should be encouraged to embark on activities leading 

to eligibility to Graduate Faculty. Cultural conditioning » social pressures » 
and reluctance to conqpete with males sometimes have the subtle effect of 
lowering the aspiration levels of copq>etent women. When women are alone or 
in the minority in a department » they tend to be Isolated from the pro- 
fessional stiimilation and support which their male colleagues gain from 
one another. 

2. Steps should be taken to insure that leads are given women to the same 
degree as men with regard to opportunities and encouragement to participate 
in proposal writings research » and all other activities which channel 
individuals toward eligibility for Graduate Faculty^ 

3. With regard to committee membership » there is a tendency at colleges and 
universities to exclude women or to ^point them infrequently to important 
committees that have responsibility for policy recommendations in the areas 
of program^ curriculum » and long*- range planning. Since women faculty tend 
to be highly involved in teaching » it would seem to be appropriate and 
useful at WSU to have them represented on committees such as the Curriculum 
Innovations Committee » the Catalog Subcommittee of the Educational Polldee 
Committee » Library Advisory Committee. Other committees in which women 
faculty ought to have represrentatlon are the Planning Council » Radio-TV 

' Advisory Committee^ Space 'Priorities » and the University Publications Board. 

The pool of women available for committee service should be drawn upon 
more widely so that a larger number of women gain experience and have the 
contacts afforded through committee service. In this way» the university 
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i^ill benefit by capitalizing on the leadership potential of women who are 
uow being under-utilized. One way of working toward this goal is to have 
larger representation of women on bodies such as the Committee on Committees. 

Steps should be taken to insure that faculty women are equitably represented 
in the decislon-making process by including them in departmental and college 
committees and on university committees which may not be Ixsted in the 
Cocciittee (lanual* 



Personnel Policies 

The following recommendations are directed at personnel policies which are 
related to matters examined in this study: 

1. Persons holding part-time permanent appointments (both men and women) should 
be eligible for tenure and fringe benefits. More flexibility in appointments 
without loss of benefits or status should be encouraged for both sexes. 

2. Maternity leave should be specified on behalf of both women and men faculty. 
Parenthood is a joint responsibility and men should be encouraged to assume 
this responsibility. If women faculty are to serve as models to encourage 
ambitious and capable women students to pursue university work as a career, 
the female image figures must be permitted to pursue without penalty the 
same avenues for self-realization as men (i.e., marriage and parenthood) 
without financial or professional penalty. Without specific policy, con- 
siderations such as maternity leave are left to the discretion of individual 
administrators, which tends to increase the probability of Inequities in 
individual cases • 

3. Tenure regulations should be worded in such a way that their interpretation 
is clear. Changes in interpretations and practices should be made known 
directly and early to persons involved. Because of the information lag 
generated by the social contact patterns described earlier, women are 
more likely than men to be penalized when the wording of regulations 
lends itself to capricious interpretation. 

The following recomendation is of a general nature and relates not only to 
the status of faculty women, but to students and staff as well: 

4. The administration should assume a leadership role in calling to the 
attention of the university community the impact of language as a social 
force. Politicians have demonstrated well in recent months their ability 
to etq>loy the he/she form in written and oral communication and to re- 
structure their language so that one segment of the population is not 
automatically excluded. The assertion that the pronoun 'lie" refers to 
both sexes is not convincing when the referent readily becomes "men,.'' 
"gtqrs,"' "fellows," and other nouns which clearly Indicate male gender. 
All too frequently, the cliche "a good man," rather than "a good person," 
is used to refer to the hypothetical candidate being sought to fill a 
position. Members of the student body are often referred to as "giqrs" 

or "fellows" when the accurate term is "students" or "people." Thus, 
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there is a need to sensitize the cotmnunity to the traditional uses of 
language which have the effect of identifying the university as being 
exclusively male and which perpetuate and reinforce the invisible status 
of women. 



LASTLY^ the Commission recommends that a cociuittee be appointed to include 
repre^eotation from the Commission on the Status of Women to work with the 
administtration in the development and implementation of a meaningful affirmative 
action compliance plan for women at Washington State University. 

Respectfully submitted on behalf of the 
Commission on the Status of Women » 

Inga K, Kelly » Chairperson 

Roy A. Johnson 

Patricia Edgeworth Cunnea 

Barbara Johnson 
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WaahlSionl?:^ tolJeSilJ UbJ^jJ" 1.^' '^^"^'y the 

teachlSg, research SSnaloi ln^i'.K t»'^5°"' *«C"lty classifications, 
proportion Tf S oJ^eJceitr sSff'?;K"\"'^K""'^'"» ^'^Shest 
profession for women 1 e «J?;„ f m ! "•'"'^'"^^^^P ^ also a "channeled" 
encouraged to ^t^ and whioh f J? traditionally have been 

seems approprlSHo ^^a^Jf suitable for them. It 

ppr priate to examine comparative data on men and women In this field. 

m such librarl^ t« tl '^"'^s ^o Increase; salaries 

Hven m academeXteJ? l?Jr:ft ^JS^^^^^^^ 

between'^e"Sls%\\lL^nTr'^^^^^^ 'V'''' ^-^"-l"y 

male salaries tended^^i^L u ^ decreasing. According to the report. 

were equaJ it ^L^aLo sh^'^h'^f" "^'^ educational levels 

betweS male and "m^U s2^«« JLf experience Increased, the differential 
to be found m d>lernbJ!r?!« Sreater. Males were twice as likely 

librarian appol^tmeftJ ' "^"^^ ««« °« >^e8"la' 

Schiller h2 JSSJedl^L wJ^'Sf ^ ^^^l^t^ librarians. 

as laentitied female librarians as "the disadvantaged majority."! 

Data Sources and Analysis 
Data for the present study were obtained from: 

"i^STdS!"' department, rank, and 

"^^^ Information furnished by the President's Office for facultv 
on appointment as of December. 1971. taculty 
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'll^l^ o« Washington. Budget. 1971-1973 Blennluo. Washlngto- 
State University Personnel Detail. ^ 

-File information furnished by the Library Administrative Office. 

experience SSr.ni ? J^^."**"'^ experience and other relevant prior 
aSsJ^atoS Cb'ee top library 

to^ructoJ ^'^^'^'^ °* associate, assistant professor and 



Findings 

i 

and sex"^ ^ distribution of permanent full-time faculty by rank 



Table 1 

Distribution of Female and Male Permanent Full-Tlme Faculty by Rank 
(Library. Including Audio-Visual) 



Rank 


Sex 


Number 


Percent 
Within Rank 


Percent 
Total, by Sex 


L-4 


F 


1 


25 


6 




H 


3 


75 


15 


L-3 ' 


F 


3 


27 


18 


M 


8 


73 


40 


L-2 


F 


6 


50 


35 


H 


6 


50 


30 


L-1 


F 


7 


70 


41 


H 


3 


30 


15 


Total 


F 


17 




46 


M 


20 




54 



-ateljls perc^^ o^ JJ^r f ^ ^l-^^ered in the two Wr ranks. Approxi- 
^^SSei w?trJLs V^^*^";*" J" "'^^ °* Librarian I and Librarian 2 
hoover no«ir7^! than 50 percent of the men. Above the ranks of Librarian 2. 
lSmSLiT^J JL^"/"^"*^ predominantly by males. In each of the rankTof 
tr?! 2f ^ Librarian 4. approximately three out of four librarians are 
male. Over 50 percent of the male librarians are In the upp" r^s 
L^rarlan 3 and Librarian 4. while only 25 percent of JLIIL iHhlse 
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Table 2 shows average number of years In rank before pronotlon, by sex 
and terminal degree. 



Table 2 " 

Average Number of Years in Rank Before Promotion 
(Permanent Full->Tlme Library Faculty) 



Degree 


Sex 


Number 


Average NuBber of Years In Rank 
(to nearest half-year) 


L~l (Instructor) 


Doctorate 


i P 


0 




M 


1 


1 


Master's 


P 


6 


5 


M 


3 


5 


Bachelor's 


F 


1 


4 


H 


2 


5 


L-2 (Assistant Professor) 


Doctorate 


P 


0 




M 


1 


5 


Master's 


F 


2 


6 


M 


4 


6.5 


Bachelor's 


P 


I 


4 


M 


2 


6.5 


L-3 (Associate Professor) 


Doctorate 


P 


0 




M 


1 


5 


Master's 


P 


1 


5 


.1 


2 


6 


Bachelor's 


P 


0 




M 


0 





In general, it appears that women librarians spend slightly less time 
in rank, on tha average, than men. This seems to hold true at all ranks, 
although the data are sparse at the upper ranks as the number of women 
reaching these ranks diminishes. 

A further analysis was made to determine the average number of years 
at present rank for male and female librarians. Excluding the terminal rank 
of Librarian 4, only one librarian has spent laore than five years at present 
rank. This is a woman with a maater^s degree who has been Librarian 2 for 
nine years. It should be noted, however, that If this person were to be 
promoted, the average number of years in rank for women at L-2, Master* s, 
would be greater (7 years rather than 6) for women than for men. 



Table 3 suomarlzes a conparlson of rank at Initial hiring, and average 
nuober of years of experience » by sex* 



Table 3 

Rank at Initial Hiring and Prior Experience, by Sex 



FEMALB MALE 



Degree 


No. 


Per- 
cent 
with- 
in 

rank 


Per- 
cent 
by 
sex 


Prior pro- 
fessional 
library 
experience 
<avg. yrs.) 


0 

Other 

relevant 

prior 

experience 

(yrs.) 


No. 


Per- 
cent 
with- 
in 

rank 


Per- 
cent 

by 
sex 


Prior pro- 
fessional 
library 
experience 
(avg. yrs.) 


Other 

relevant 

prior 

expericnc 

(yrs.) 


L*l (Instructor) 


Master^s 
Bachelor *s 


II 

3 




.5 

0 


» 1 


Is 




I 

2*5 


I 

9.5 


L*2 (Assistant Professor) 


Master^s 


2 


28.6 


11.8 


1.5 




1. 


71*4 


31.3 


3.5 




L*3 (Associate Professor) 


Haster^s 


I 


25.0 


5.8 


16.5 


1 


3 


75.0 


18.8 


4 


8.5 


Total 


17 










16 











Table 3 shows that 75 percent of the librarians hired at L-3 rank and 71 per- 
cent hired at L-2 rank are sale coinpared with only 36 percent hired at the L^I 
level. To make another coiq>arlson, it can be seen that 82 percent of all females 
were hired at the lowest (L-I) rank while only 50 percent of all tnales were hired 
at this rank. Thus it appears that rank at initial appointment Is a major factor 
in the small representation of women at the upper ranks. 

Although the library administration in its hiring policy takes into con*- 
sideration previous library experience as well as other relevant experience 
(busiu^ess, teaching, editorships, military service, etc.), no clear pattern 
emergas regarding the relationship between experience and initial appointment 
level. It might be useful to examine further the weighting of such factors 
in the determination of initial appointment level. 
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Table A displays salary comparisons by "rank for categories In which both 
sales and f^iuuiles are employed. When only one person appears in a category » 
an asterisk (*) replaces the mean salary figure for both sexes. When only two 
individuals are eoployed in a category , the Q symbol appears in the range 
column for the two persons. All salaries are annual. Average years at USU 
were computed to the nearest half •year. Because their duties are not strictly 
administrative, division chief positions are Included. 



Table 4 

Salary Ckmparison by Rank for Permanent Full«*time Library Faculty 



FEMALE 



MALE 



Degree 


No. 


Hean 
Salary 


— , 

Range 


Avg. 
Yrs. 

WSU 


No. 


Mean 
Salary 


Range 


Avg. 
Yrs. 

USU 


Differential 


L«*A (Professor) 


Haster's 


1 


* 




ul 


h 


* 


Q 


13.5 


-3,605 



L«*3 (Associate Professor) 



Haster's 


2 


11,650 




8 


A 


12,700 


11,300-14,700 


8.5 


-1 ,050 


Bachelor's 


1 


* 




10 


3 


* 


10,197-14,000 


9.5 


- 499 


L-2 (Assistant Professor) 


Haster's 


6 


9,003 


8,240-9,600 


6.5 


1 


9,708 


8,240-10,500 


3 


- 705 


L-l (Instructor) 


Master's 


5 


8,260 


8,000-8,900 


-1 




8,A33 


8,300-8,500 


1.5 


- 173 



A substantial salary differential between males and females 'is found for 
all comparisons and at all levels. The differential tends to Increase with 
rank. All differentials are in favor of men and appear to be unrelated to 
years of service. Educational background is controlled in all comparisons. 
Examination of the raw data reveals that in only one case is there a woman 
in an upper rank with a higher salary than a comparable male. 
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TJiis report .ta n detailed ntudy of the ctatur. of f?iculty wocten at the 
Maehinston State Univarsity Librarj'. Of the four facn.lty classifications, 
toachinc, research, extension, nnd libras.-yi library contains the hifihest 
proportion of vonen (52 po.rf.aat), Sincp. I.ib5.-arianship also a "channeled" 
profession for woEen, i.e., one in T;hich women traditionally have been 
encoura(;ed to enter and which is considc:cad somehow suitable for them, it 
ceoois appropriate to exaiilx>a comparative C(£ta on iren and women in this field. 

Nationally, about four out of five .librarians are wor.cn. In acadeaic 
libraries, the proportion of ir^lc librarians tends to increase; calorics 
In such libraries tend to be higher and positions often carry faculty status. 
Even In acadcnae, however, tiio out of threo librarians are women'. 

A national study of academic librari-vis in 1966-67 shaded that inequality 
betv7een sexes is increasing rather than da..treasing. Accordine to the report, 
s male calariea tended to surpass those of females even when educational levels 

I were equal. It wa.-? gIjjo shoim that as o-Jcrlence increased, the differential 

i between cale and fcKHlo salaries becane r.^cater. Males were ttjice as likelv 

J^.**^ l-'vrr.r-lnn po-rlilon- , nnd tivi salaries of r.sn on rasi--':?'" 

lioratinu appolntureiicc tended to suxposf; .,-j.larieo of women chief librarians. 
I Schiller has identified fetaale librarians as "the disadvantaged majority."! 

1 Data Sourceo and Analysis 

I >, ' ^^^^ ?rer.ent study voxit obtained from: 

i -/i«onynx>u9 cou!p*ui:eK ruris of oi?.liirias by depnrtmantt rank, and 

\ ' tox'rrilnnX degree ♦ 

i 

I ' -r.Uft Itvxevnatlcn i'utrrilchncl by Prenidcnt^s Office for faci\lty 



worki Chavttctcri^o^^ of Professional Pc rr.oTinel, i.n Co.U^a nm\ Ihiivorc tv 
Librti^^j^. V:.llir<.:ls iiiak Liijr..5ry' Re-JearcVrTcw^ecV noT .15."' SpriagFieL/r' *' 



ERXC T-iiinoi« Staco Library, 1969. 



/ 



/ 



Data 
according 
promotion, 
as well as 
ejjperlence 
adffiinlstra 
paral)ie to 

instructor 



1'«t^ tl^^'^^?°T' ^"^2^'' 1971-1973 Biennium. Washington 
btate Univcraity Personnel Detail. 

-Fllo infor.i:.uion furnished by the Librar>' Adniinistrative Offica. 

to ^^^"^^y analysed by sex 

i.??-.; t^v " ;''^^f^^'^^ n^'^'.ber of years in tonk befor. 
xoxt cj Jiiilwy rank, and salary. Average number of v-oars at I.'SU 
v'- <^:T-=rieBco and other relevant prior 

tor : "^^'f ^^^^ d° include the three top library 

acQJu.iic ianU o£ ruU, associate, assistant professor and 
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4 

and sex! ' '^'^ distribution of pannanent full~tin=e faculty by ran^. 



Table I ■ 

Distribution of Fe.ale and Hale Peno.nent Full-Tin-a Faculty by r..k 
t'-ibrary. Including Audio-Visual) 



Rank 


Sere 


Ihi.ibev 


Within Rank 


Percent 
Total, by Sex 


L-4 




1 


25 


6 






3 


(' *■ 


15 










18 







7 ' ■ 


itO 






. 6 


^ ^* 


■ 35 







6 




30 




<V ft 


7 


/ 1- 


'il 






3 


:■:■> 


15 


Total f—:- — • 






46 


1 




20 1 




54 



n,;,.,*'!'"^^' l.f'"!' '^''^ '=J-"^':^-^--^' in the tt.o lower ranks. Appro-.-i.- 

-taalo.. Gv., . -^"O p;":. i^r'^S '^f '^^•>' ^^'^^^'^ ^'^ fc-ur librarians are 

Ubr«r<.'.n : / ^^t^'^ ■i-:'-brarians are the two u...v r.3.k. , 
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Table 2 shows average number of years in rcnk before prorotionj, by sc^ 
QXid terndnal degree. 



Table 2 " 

Average Nuciber of Years in Rank Before Promotion 
(Permanent Full-Time Librai^ F.'iculty) 



Degree 


Sex 


Number 


Average Nuniber of Years in Rank 
(to ;ioa:c«at half-year) 


L-1 (Instructor^ 


Doctorate 


i F 


0 




W 


1 


I 


Master's 


F 


6 


5 


H 


3 


5 


Bachelor's 


F 


1 


4 


M 


2 


5 


. . L-2 (Assistant Professor) 


Doctorate 


F 


0 




M 


1 


5 


Master's 


F 


2 


6 


M 




6.5 


Bachelor's 


F 


1 


A 


M 


. 2 


6.5 


L-3 (Associafc'2 Professor) 


Doctorate 


F 


0 




' H 


1 


5 


Master's 


F 


1 • 


5 


M 


2 


6 


Bachelor's 


r F 


0 




H 


0 





In general, it appears that women librarians opend siightly Ickg timx 
In rank, on the average, than men. Thir> caerns to hold true at all r.inl:r> , 
although the data are sparine at the upper ranks as the number of uomen 
.reaching these ranks diciinifjhes. 

A further analysis was mde to determine the average nuojber of vf:ar.o 

^^^^ female librarians. Excluding the teriulncO, -rur; 
cf i.ibrari3u .A > only one ilbrcir.Lan has s^eut n;oj:e umm i.cvo. y:;,ir/3 n»': 

nii\e years. Ii: should be noted, however, that if thii» peraca Viaio to bo 
pronoted, the averagi.'i nuiuber of years in rank for vonu'-t? at: 'if.-.cfc! . 

\?ould be greater (7 years rather than 6) for \^oruen thaa for n:(in. 




Table 3 Ruu^warlEcs a coniparij^on of vaixk at initial hlfinc, nnd £ivernp,e 
number of .years of axnarieuce, by noK. 



Table 3 

r 

Rank at Initial Hiring and Prior E^rperioncG, by Sci:-: 



FEl'SALB K.'U.i: 



Degreo 


Mo. 


Per- 
cent 
with- 
in 

ranlc 


Per- 
cent 
by 
sex 


Prior pro- 

libxT.r}' 
experience 
(avg. yre.) 


Other ^ 

rcilctvcmt 

prior 

experience 

(yrs.) 


•o. I'er- 
cent 
with- 
in 
ratik 


Tor- 
cont 
by 
r.ex 


Pir'.C; pro- 
(av^v. yrc.) 


r:hcv 

rele-/:!nt 
p c.i fi- 

(yis.) 












(Instructor) 










Kastar'a jll 
Bachclor^ni 3 


50 

13. 6j 


>82.4 


.5 

0 


1 

7 
10 


6 27,2 
2 9.1 ^ 


?50.0 


1 

2.5 


1 

9.3 


L-2 (Assistant" Professor) 


Kastar^'5 


2 


28*6 


U.8 


1.5 


6 


5 71.4 


31.5 


3.5 




L-3 (Associate Professor) 


Ho5terU> 


1 


25.0 


5.8 


16.5 


1 


3 75.0 


18. S 


4 


8.5 


Total 


17 






1 


■ 1 I J 

1 1 
■1 


6 




- 





Table 3 shows that 75 percent of the librarians hired at L-3 rnnl: ov.d 1\ per- 
cent hired at L-2 rank are p.ale compared with on.ly 36 percent l-.irc;d vX the L-l 
level, To rnakr. anotlier compari.^on, it can bK ocoa that 82 p.ivr.:-!nt of all i.^ 
\jeie hired at ihe lov;est (L-i) rank while only 50 percent of all nrales wett* hi rod 
at thia rank. Thus it appears that rank at initial appointmen f: i<; a major fi.c?-cr 
in the snail representation of women at the upper ranks. 

Although the libra;cy administration in Its hiring policy -cakes into con.- 
cidoration previous library experience as v7eXl as oirher relevant evpericnc?. 
(brii;r:ci7 5 tcaMin;;,, adjLi:orsn:ips , mJ.itary .servrice, etc*)., tic clear piir:t:?-:v; 
eiiierge^j ;cegarding the relatior/;blp between ^.xperiencc and initial appojn'i.r.x.Mj 
level. It slight be u.3Ci:ul to exaaiue further r.hc weighting of such factors 
In the dcterudunticu of initic?! uopoinlnrenc level. 



Table 4 dicplays salar/ coniparisonn by r:mk for catcsorien in \;hic!) Loth 
inalcs olid femalen o-xu erii^jJ.oycd, I-ihc;n only one person appoaro in a oatcfiory, 
an asturicli (->) replaces the r.caii :>alary figure for both soxos, Uhim only tvo 
individuula oi!:})loyed in a catcgorj', the G ^liymboi appear^^ in tlie renfjo 
colum fo): the u;u persons* /ill oalavios arc annual. Avcrase year's at WSJ' 
voro cccputcd to the. iieavcut half --year, Baciusci theiy duties ara aot j^tiictly 
cdsidnii trativc'., civioioji cnief pOi'dtioruj are included. 



Table A 

Salary Compari^^ori by Rank for Fcraanent J?ull--time. Library faculty 





Ko. 


Keaii 
Salary 




j 

Avg. 
Yrs. 
WSU 


Ko. 


Kcau 
Salarj' 




.A VP.. 

Yr.o . 
UfriJ 










I 


-4 (Profc:ssor) 








l^a5tGr^o 


1 






lA 


2 




e 


13.5 


"3, COS 








L~3 (Asaociato Professor) 






Kaf;tar *s 
Bachelor^s 


2. 
I 


11,650 


@ 


8 
10 


4 
3 


12,700 
* 


11,300-14,700 
10,197-14,000 


8.S 
9.5 


-!./.): ij 








L-2 (AsRiG 


Uant Profesaor) 






ilacter's 


6 


9,003 


8, 2/! 0-9, 600 


6.5 


. 5 
1 ^ 


9,708 


8,240-10,500 


3 


i - ro5 




L-l (Instructor) 




Ma^; tor's 


5 


8,260 


8,000-8,900 


1.5 


3 


S/>33 


0,300-8,500 


1.5 


- .173 



A Gubstantial salary differential baureen males and feujalcs -in fc:r d for 
all cor.pariGonn av.ii rA: all iavola. 'J'he differentiai ten. ^5 to iiicrea^:c vi.th 
rank. All differentials a^\o in favor of man and appear to be unralcitc?- no 
years of nervice. Educational background la controlled in all coi;iparis^^nr> . 
ilnamination of the. rav? daca reveals llust in ouly one ca;.;5 la thnre a v.^- . i 
in an upper rank with a hither salary than a coicparabic-: male. 



Conclusions 



On t:hc basiij of the analyses and obser\'atlon3 dealt with for this rapca-£, 
the a:ollowin(> conclufiions can ha drawn: 

1. Female library faculty are under represented at the upper ranks* 

2. Ivonen are much more likely than r.en to be initially hired at the loveot 
rank. 

3. VJlieu education is controlled and c>q)ericnce co::iparnble, the diffcroatial 
in avei\ngc salarioB is in favor of tnen at nil rnnkn. 

\ 4, There are no v^open in the top administrative positions in the library* 

Recoiraendations 

K Every effort should be made to recruit and hire wocen at ranlcs above 
Librarian 1, the lov;est rank and the one vherc women are concentrated. 
Perhaps the fact that a woman recently v/ao hired at (Assistant 
Professor rank) is an indication of an awareness on the part of the 
adnlnistration of the need to work toward i:his goal. 

2* Saldry differentials should be reviewed :*nd adjusted where inequities 
ejcist. Again, it is nota;orthy that so;r.a concern hai) been shown by the 
library administration regarding salaiy inequities among library faculty, 
although the extent to which these differentials are related to sex 
cay not have been perceived. 

3. As top administrative positions at th^i 1?SU library become vacant, qualified 
female candidates should be identified. In a field in which t\:o out of 
three professionals are feroale, it v-.-^uld be reasonable to have this 
proportion reflected iu the top librarj' adrainistrative positions at WSU. 

Respectfully subi-iitted by the Library 
Sub-Committee of the V/SU CoiiiDission on 
the Status of Women, 

Nancy Porter, Chairperson 
Audrey Dibble 
Sylvia Fink 
Betty Roberto 



Conclusione 



On the basis of the analyses and observations dealt with for this reports* 
the following conclusions can be drawn; 

1« Female library faculty are underrepresented at the upper ranks* 

2« Women are much more likely than men to be initially hired at the lowest 
rank. 

. .3* When education is controlled and experience comparable, the differential 
in average salaries is in favor of men at all ranks. 

' 4. Th^re are no wopen in the top administrative positions in the library, 
1 Recommendations 



1 i Every effort should be made to recruit and hire women at ranlcs above 
Librarian I, the lowest rank and the one where women are concentrated* 
Perhaps the fact that a woman recently was hired at L-*2 (Assistant 
Professor rank) is an indication of an awareness on the part of the 
adxainlstration of the need to work toward this^ goal* 

2* 'Salary differentials shoidd be reviewed and adjusted where inequities 
exist* Again, it is noteworthy that some concern has been shown by the 
/ . library administration regarding salary inequities among library faculty, 
{ ^ although the extent to which these differentials are related to sex 
' may not have been perceived* 

3. As top administrative positions at the MSU library become vacant > qualified 
female candidates should be identified* In a field In which two out of 
three professionals are female. It would be reasonable to have this 
proportion reflected in the top library administrative positions at WSU* 

Respectfully submitted by the Library 
Sub-*Commlttee of the WSU Commission on 
the Status of Women, 

Nancy Porter, Chairperson 
Audrey Dibble 
Sylvia Fink 
Betty Roberts 

Inga K* Kelly, Commission Chairperson 



